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Change is occurring in all organizations today. However, many change efforts fail due to 
resistance from employees. The purpose of this study is to determine the predictors of 
resistance to change. The study used the survey method to collect data from a sample of 
160 employees at the University of Wisconsin-Stout Student Life Services. A 48 item 
Organizational Change survey, which measures attitudes and perceptions about 
organizational change, was developed and administered. Results showed that level of job 
satisfaction was the most significant predictor of resistance to change. In addition to job 
satisfaction, involvement in the change process, performance measures, having a vision, 
fear, and rewards were also found to be significant predictors. Further research is 
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recommended. A factor analysis should be conducted using a larger sample within a 
different setting. 
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CHAPTER I:  INTRODUCTION 
 
 The purpose of this study is to identify the individual and organizational 
predictors of resistance to change. This study investigates what personality characteristics 
and what organizational characteristics cause an individual to resist change.  
This study is the first part in a two-part study.  The first part of this study is the 
development of a survey that can help organizations identify employees who are resistant 
to change.  The second part of this study consists of developing recommendations for the 
development of change management programs for each of the identified characteristics or 
situations that lead to the resistance of change. Accordingly, the primary study was 
organized around the following objectives. 
1. From the literature, compile a comprehensive list of factors that contribute to 
resistance to change. 
2. Based upon the literature in objective 1 build a research instrument that measures 
resistance to change. 
3. Administer the research instrument to a group of subjects to assess their attitudes 
about resistance to change.  
4. Through the data collected, refine the data collection instrument by correlating the 
manager rating variable with other variables in the survey.  
Statement of the Problem 
 Change is taking place in every organization today. In order for businesses to 
grow, business processes need changing and not all employees accept change. They tend 
to be resistant, which can be detrimental to any organization. Resistance to change can 
lead to decreased productivity, high turnover, and low employee morale. Identifying why 
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people resist change will help organizations implement new processes within their 
organization leading to a more successful business. The ultimate goal of this study is to 
discover what personality and organizational characteristics predict resistance to change.  
Purpose of the Study 
 The purpose of this study is to develop a survey that would ultimately identify 
factors that contribute to resistance to change. This survey will aid businesses to discover 
whether their employees will be acceptant or resistant to potential change within the 
organization. By recognizing these factors, the organization can more easily implement 
the change because it will be aware of what characteristics their employees possess that 
may cause resistance. The goal is to eventually distribute the survey to companies in need 
of change resistance assistance. Through this study, the researcher hopes to validate the 
survey by administering it to a group of subjects at UW-Stout and confirming that the 
survey is indeed valid by collecting data from the employees and their managers. 
Correlating the data collected by the employees as well as their managers would do this. 
From the extensive literature research and results of the survey, recommendations were 
developed for future change management programs. This was the second stage of the 
study and was carried out by another researcher.  
Assumptions of the Study 
 Because research shows that individuals tend not to like change, it was assumed 
that there are factors contributing to this.  
The following are assumptions upon which this study was based: 
1. Possessing certain personality characteristics influence the way you think about 
organizational change.  
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2. The culture of an organization affects the way employee’s think about change. 
3. Identification of employee perceptions about organizational change will offer a 
basis for identifying recommendations for practice, which will contribute to 
higher acceptance of change within the organization.  
Definition of Terms 
Culture: The total way of life shared by members of a society. It includes 
language, values, and symbolic meanings, and also technology (Brinkerhoff, 
White, & Ortega, 1992). 
Intervention: A process that comes between, or interferes with something 
already in place. 
Job Satisfaction:  Overall degree to which an individual likes his or her job 
(Price and Mueller, 1981).  
Organization:  An assembly of people working together to achieve common 
objectives through a division of labor (Maurer, Schulman, Ruwe, & Becherer, 
1995). 
Organizational Change: An attempt or series of attempts to modify an 
organization’s structure, goals, technology, or work task (Carnall, 1986). 
Perception: “The cognitive process by which an individual gives meaning to the 
environment” (Gibson, Ivancevich, & Donnelly, 1999, p.64). 
Predictors of Resistance: Personality and organizational characteristics that 
make one resist change. 
Resistance: Any conduct that serves to maintain the status quo in the face of 
pressure to alter the status quo (Bolognese, 2002). 
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Resistance to Change: “Behavior which is intended to protect an individual from 
the effects of real or imagined change” (Dent & Goldberg, 1999, p.34).  
Student Life Services (SLS): Made up of 11 different departments, which 
provide a range of services and support to the students and faculty of UW-Stout.  
University of Wisconsin-Stout: Located in Menomonie, Wisconsin and has a 
population of approximately 18,000 people. UW-Stout is made up of 
approximately 8,000 undergraduate and graduate level students. It specializes in 
areas such as business, industry, technology, human development, art, and design.  
 
Limitations of the Study 
 There are several limitations to this research. First, due to the size, location, and 
type of organization used for the study, it may not be generalizable beyond the specific 
population from which the sample was drawn. Second, respondents may have 
underestimated their level of resistance, producing respondent bias.  
Methodology 
 A survey of 48 items was administered to a 160 employees from the University of 
Wisconsin-Stout Student Life Services to measure their attitudes about organizational 
change.  In addition to the survey, a separate rating scale was given to the managers of 
each Student Life Services department to rate each of their employees on how well they 
accept change. The scores from this scale were correlated with each item in the 
Organizational Change Survey to identify any significance and to refine the survey into a 
more valid instrument.  
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CHAPTER II: LITERATURE REVIEW  
If there is one constant in the business world it is change. Some have speculated 
that nearly 75% of all American corporations have gone through some type of systematic 
change program (Attaran, 2000). One area in the change literature that has received high 
interest is the study of why change efforts fail. One common answer is that people – 
employees, middle managers, or even senior managers – resist change (Post & Altman, 
1994). 
The first known published reference to research on resistance to change in 
organizations was a 1948 study conducted by Coch and French entitled, “Overcoming 
Resistance to Change” (Bolognese, 1999). Their research was conducted at The Harwood 
Manufacturing Company. They found that workers were strongly resistant to the new 
methods that management saw as improved production methods (Coch and French, 
1948).  Coch and French divided a number of workers whose jobs were about to be 
changed into three groups. Group I were simply told by management that the change 
would be made. Group II were told why the changes were necessary and what would be 
involved and were also invited to choose representatives who would help to devise the 
retraining program. Group III were told why the changes were necessary and what was 
involved, but, in this case, the whole group were invited to help to design and plan the 
new jobs and the retraining. The results showed that Groups II and III improved their 
production, whereas in Group I production declined. In Group I there was considerable 
turnover and a number of grievances, at the same time as in Groups II and III there was 
virtually no turnover and no grievances. In order to ensure that Group I’s poor 
performance was not due to personality or interpersonal factors, Coch and French did a 
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follow-up study some time later, when the workers again had to change the nature of their 
jobs. This time the Group I workers were treated as those in Group III had been before. 
Their production and their job satisfaction increased. This study demonstrates that 
organizational characteristics indeed have an effect on resistance to change. For instance, 
it showed that being a part of the decision making process, understanding the need of 
change, and being included on the change implementation increases the openness to 
change.  
Because of the success of this study, popularity increased about the subject of 
resistance to organizational change. In addition to the findings of Coch and French, other 
researchers have also found that resistance stems from characteristics within the 
organization in which a person works.  
Organizational Characteristics Related to Resistance 
Organizational characteristics can be described as the organization’s culture and 
climate. Organizational culture conveys a sense of identity for members and facilitates a 
commitment to something larger than self-interest (Robbins & Barnwell, 1994). 
Organizational climate refers to the quality of an organization’s internal environment that 
influences behavior (Tagiuri & Litwim, 1968). Organizational culture and climate 
therefore will have an effect on employee attitudes and level of commitment to the 
organization and an organizational change effort (Hartel & Hay, 2000). Studies 
addressing resistance to change have found that organizational characteristics do indeed 
have an effect on an employee’s attitudes toward the implementation of change. For 
instance, Dawson (1994) stated that resistance to change can result from one or a 
combination of the following factors: substantive change in the job such as skill 
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requirements, reduction in economic security or job displacement, psychological threats, 
disruption of social arrangements, and lower status. People may become fearful of the 
new demands that would be placed on them by change. Some may fear that they do not 
have the experience or tools to change the way they do things.  In addition, people may 
feel that change might ultimately impact their own job security. These factors all stem 
from the organizational level. Other characteristics that also stem from the organization 
that increase resistance to change are lack of availability, lack of support, low morale, 
lack of understanding, lack of modeling, and little opportunity to influence (Stuart, 1995). 
This tells us that organization’s internal environments are not supporting or teaching their 
employees enough information to motivate them to be open to change. Employees are 
often threatened by changes in how programs are structured, jobs are performed, and 
evaluations are conducted (Hartzell, 2003). If management does not take into 
consideration the feelings of their employees about the change process, their employees 
will naturally be resistant. Resistance to change means that employees must abandon the 
attitudes and practices that, in many ways, has led to their current success (Hanson, 
2003). When change is implemented within their organization, employees are scared that 
they do not possess the skills necessary to succeed with the new way of doings things 
which, in turn, causes them to resist new behaviors and relationships (Hartzell, 2003). 
Personality Characteristics Related to Resistance 
A number of psychological factors, which are known to have general associations 
with resistance to change, may also be identified from the literature. Senge (1997) stated 
that people do not resist change they resist being changed. This implies that being 
changed threatens a person’s behavior. Typically, individuals are comfortable with the 
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way that they already do things and being forced to change those behaviors causes them 
to resist change. Most major changes within the human work environment require 
employees to modify something about the way they think, feel and behave.  Individuals 
differ in terms of their ability and willingness to adapt to organization change (Darling, 
1993). They experience change in different ways and some people tend to move through 
the change process rather quickly, while others may become stuck or experience multiple 
transitions (Bovey & Hede, 2001). Self-interest, mistrust, or preference for a status quo 
may be concrete manifestations of a more subtle cognition: people are simply questioning 
what the change will mean for them. People often fear that they will lose something that 
they once had (Frigs, 2002). 
Other common reasons behind why employees resist change are that people create 
their own universes and defend them (Hartzell, 2003). People tend to be satisfied with the 
current way of doing business. Current processes and systems are usually adequate to 
employees and they oppose change because it forces them out of their comfort zone. 
Introducing new ways to perceive things or better ways to do what they have always done 
make them uncomfortable. Hartzell (2003) also stated that people are creatures of habit. 
Change forces us to step away from familiar work worlds into ones that are less 
predictable. Davidson (2002) supports this idea by noting that people become attached to 
familiar ways of doing things, even ways they initially regard as cumbersome, costly, or 
ineffective.  
Trust is also a major issue affecting the way people think about change. Trust in 
the change leader is an important factor in the change process because trust may help 
overcome otherwise adverse reactions that employees might have (Hartel & Hay, 2000). 
 
Change Resistance 9 
Therefore, trust is a key factor in employee emotional reaction towards the 
implementation effort because, where trust exists, there is more likely to be a positive 
reaction (McAllister, 1995).  
Innovations threaten people’s feelings of professional security (Hartzell, 2003). 
As a result, they often feel compelled to defend the status quo. People resist change when 
they think it will lessen their professional status or others’ perceptions of their 
competency. When their needs are being met, there is little incentive to grow. So why 
bother to change unless those needs are suddenly no longer being met or an innovation 
promises a substantial increase in your level of satisfaction?  
Job satisfaction is yet another reason why people resist change. Gerhardt (2000) 
stated that employees who are satisfied with their jobs are more productive, creative and 
are more likely to be retained by the company.  Furthermore, employees are more 
fulfilled at work when they believe their actions significantly affect others (Hartzell, 
2003). Therefore, being a part of the decision making process could help employees be 
less resistant to change.  
Purpose 
As you can see, there are numerous perceived reasons why people resist change. 
Nevertheless, what are the specific predictors that cause resistance to change? That brings 
us to the purpose of this paper. The purpose is to identify the personality and organization 
characteristics that predict if and how a person will resist change.  
Individuals react to change in different ways. Identifying various psychological 
types can be helpful before implementing change. According to Barger and Kirby (1995), 
it is necessary to determine the effects of psychological types as a valuable tool for 
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recognizing and dealing with the impacts of change on different types of people. 
Additionally, applying these characteristics to the organizational characteristics, 
management would be able to have a full understanding of what needs need to be met in 
order to have a successful change process.  
Summary 
Throughout this paper, I have discussed possible reasons and the research related 
to resistance. Even though the topic of resistance to change is popular among researchers 
today, it is disappointing to find that there were not many actual research findings on the 
topic. Most information found on this topic was from editorials, however many of the 
authors shared the same viewpoints. The most common reasons found for resisting 
change are: fear, self-doubt, lack of trust, misunderstanding, lack of exposure to the 
change process, level of job satisfaction, habit, threatened status quo, and anxiety. These 
themes had commonalities; they all fell within two categories: personality and 
organizational characteristics. These characteristics were, in turn, used in the 
development of the change survey.  
 Employee resistance to change is a complex issue organizations face in the 
complex and ever-evolving world. The process of change is everywhere and employee 
resistance has been identified as a critically important contributor to the failure or success 
of many well-intended and well-conceived efforts to initiate change within organizations. 
In order to facilitate a smooth transition from the old to the new, organizations must be 
competent in effective change management. The process of change management consists 
of getting those involved to accept the introduced changes as well as manage any 
resistance to them. In order to determine the best way to get people involved in the 
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change process, certain resistance characteristics need to be identified for each individual 
so that the resistance to change can be effectively reduced.  
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CHAPTER III: METHODOLOGY 
 Change is taking place in every organization today. A major problem that 
organizations experience from implementing change is resistance. The goal of this study 
is to discover what personality and organizational characteristics predict resistance to 
change. A survey was designed to discover what the predictors are. This chapter 
discusses how the survey was developed and distributed. Additionally, this chapter offers 
details about the participants and the setting in which the study took place.  
Subject Selection and Description 
 A full census of Student Life Services (SLS) staff at the University of Wisconsin-
Stout was conducted to best profile change resistance attitudes and beliefs among the 
current employees. Surveys were administered to 160 employees of the SLS. Student Life 
Services include the following organizations: University Center, University Dining 
Services, Housing/Residence Life, Student Health Services, Facilities Management, 
Police and Parking, Recreation/Athletic Complex, and Budget, Campus Card and 
Technology. Student Life Services employees were chosen for this study because the 
Student Life Services is continuously going through changes concerning the structure of 
the organization and also the processes and functions that each department experience.  
A total 16 (28.1%) respondents were male and 38 (66.7%) were female. There 
were also 3 (5%) respondents that chose not to provide their gender. The ages of 
respondents ranged from 20 to 64. Individuals of ages 41 to 50 were the majority of 
respondents (33.3%).  
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Instrumentation 
 A survey containing 48 items rated on a 5-point scale was developed for use in 
the study. The questions were drawn from the themes extracted from the review in the 
literature, and addressed general areas such as fear, trust, anxiety, communication, job 
satisfaction, and decision making. All questions were rated on a scale ranging from “1” 
strongly disagree to “5” strongly agree. Demographic questions were also included which 
asked the employees what department they worked in, how long they have worked in that 
department, their gender, and their age (see Appendix B). The survey was developed with 
input from the SLS Director and the project Research Advisor.
Data Collection Procedures 
 The questionnaire was reviewed and approved by the SLS Director, the Research 
Advisor, and the Institutional Review Board (IRB) at UW-Stout.  A memorandum was 
distributed to all managers of the SLS and was told to verbally explain the memo 
contents to their subordinates who received the surveys. The memo briefly described the 
study and its purpose and asked all employees to volunteer for the study by filling out the 
questionnaire. All supervisors were given envelopes addressed to the Research Advisor 
for staff to place their surveys, which were then sent to him through campus mail. Thus, 
an attempt was made to administer the survey to all permanent staff of the Student Life 
Services (SLS). The total number of surveys administered was 160. A total of 57 surveys 
were returned for an overall response rate of 36%.   
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Data Analysis 
 All quantitative data was entered in The Statistical Program for Social Sciences, 
version 10.0 (SPSS, 2002) for analysis. Descriptive statistics, bivariate Pearson 
correlations, factor analysis, and factor score analysis were conducted. 
Limitations 
There are several limitations to this research. First, due to the size, location, and 
type of organization used for the study, it may not be generalizable beyond the specific 
population from which the sample was drawn. Second, respondents may have 
underestimated their level of resistance, producing respondent bias. 
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CHAPTER IV:  RESULTS 
 This study investigated the causes of resistance to change. Personality and 
organizational characteristics were the primary focus for the development of a change 
survey (see Appendix B). Through the extensive literature research, most factors that 
were predictors to resistance to change fell within personality or organizational 
characteristic categories. The survey investigates what characteristics specifically are 
predictors of resistance to change.  
Item Analysis  
A bivariate Pearson correlation was conducted with a focus on the Manager’s 
Rating variable. All variables in the survey were correlated with the Manger’s Rating 
variable. Table 1 below reports the significant correlations. These are the top nine 
predictors of resistance to change.  
Table 1 
Significant Pearson Correlation Coefficients Between the Manager’s Ratings and Survey 
Variables 
Item 
 
Significance
Manager’s Rating 
Correlation 
#3. Involved in The Change Process .044 .312* 
#4. Needs Considered Before Change is Implemented .031 .334* 
#14. Enjoy Going To Work .009 .396** 
#15. Culture Emphasizes Improvement .001 .478** 
#17. Management Has Vision .012 .383* 
#21. Performance Measures Effectively Used .039 .320* 
#22. Conservative .035 -.326* 
#26. Not Perform Well With Change .039 -.320* 
#28. Rewarded For Taking Risks .021 .354* 
**Correlation is significant at the 0.01 level  
*Correlation is significant at the 0.05 level.  
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 The majority of these items lie within the organizational characteristics category. 
This demonstrates that employees that are happy with the environment in which they 
work, the more open they are to change.   
A Principal Components factor analysis was performed to analyze underlying 
interrelationships among the personality and organizational characteristics. Eight 
varimax-rotated components were generated. These eight components were labeled 
employee feeling valued, job satisfaction, collaborative management style, 
conscientiousness, confidence, personal control, anxiety, and fear of job loss. Factor 
scores were then developed for each factor and correlated with the manager ratings. The 
Job Satisfaction factor from the factor score analysis was found to be the only significant 
correlation (r =.364, p< .05) (see Appendix C). Table two illustrates the factor loadings 
from the factor analysis for the Job Satisfaction component.  
Table 2 
Factor Loadings Above .600 for Component 2 (Job Satisfaction) 
 
Component 2: Job Satisfaction Factor Loading 
#6. Satisfied With Job .780 
#14. Enjoy Going to Work Everyday .709 
#26. Do Not Feel Like Perform Well When Change Takes Place -.751 
#37. Employees Enjoy Working In The Organization .647 
#46. Usually Feel Relaxed At Work .631 
 
Because job satisfaction was found to be an important predictor of resistance to 
change, a bivariate Pearson correlation was conducted to find out what other variables on 
the questionnaire correlate with satisfaction directly. Table 4 reports the significance 
between question number six on the survey (I am satisfied with my job) against other 
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survey variables. Table 5 reports the significance between question number 14 on the 
survey (I enjoy going to work everyday) against other survey variables. 
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CHAPTER V: DISCUSSION 
 
 It is likely that change within the human work environment requires employees to 
modify something about the way they think, feel, or behave. Many times, employees do 
not like to change the way they do things and therefore they resist it. This study was 
conducted to discover the main predictors of resistance to change. Through a literature 
review, it was found that the main reasons of why people resist change fall into two 
categories: personality and organizational characteristics. A survey was developed and 
administered to measure the attitudes about resistance to change and ultimately to 
discover what characteristics are predictors to resistance.  
 Through a Pearson bivariate correlation, the following items were found to be the 
best predictors of resistance to change: involvement in the change process, needs being 
considered before change is implemented, job satisfaction, organizational culture 
emphasized improvement, management having a vision, using performance 
measurements positively, being conservative, fear of not performing well when change is 
implemented, and being rewarded for taking risks. 
 These findings suggest many things. First, being involved in the change process 
decreases resistance to change as well as considering what the employee’s needs are 
before implementing the change. Being a part of the process will help employees be more 
open to the change because they will be able to discuss their needs and feel like their 
opinions matter. Second, having higher job satisfaction increases a person’s openness to 
change.  The culture of the organization has an influence on the way employees react to 
change. For instance, the results demonstrate that management not having a vision is a 
predictor of resistance. Also, the use of performance measurements in a positive way will 
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lead the employee to be more open to change. If the organization demonstrates that 
performance improvement is important, the employee will likely be more open to the 
change because they know improving the organization is valuable. Being rewarded for 
taking risks was also shown to influence the way that employees feel about change. If 
they are rewarded for taking risks, it is likely that they will change the way they do things 
because a reward is possible for doing so. Another predictor of resistance to change is 
having a conservative personality characteristic. People with this characteristic are likely 
resist change because they like to keep things the way they are. Yet another found 
predictor of resistance to change is fear. Fear was a common reason for resistance of 
change according to research. The type of fear that is significant in this study is the fear 
of not performing well when the change is implemented. Employees might feel like when 
they change the way they do things, they may not perform as well as they did when the 
things were the way they were before the change occurred. Those who feel like they will 
not perform well when change is implemented are likely to resist change. 
 Even though all of these predictors are significant and important to consider for 
future resistance to change research, job satisfaction was found to be the most significant 
predictor of resistance to change. According to Table 4 and Table 5, the job satisfaction 
variables were significant with half of the survey questions.  Both tables are also made up 
of 19 of the same questions demonstrating that those specific questions are important 
factors for level of job satisfaction. However, because of the results from the factor 
analysis, the researcher chose to discuss the three variables that were included in the job 
satisfaction component. For instance, individuals who feel like they will not perform well 
when a change takes place are more likely to not be satisfied with their job. However, 
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people who enjoy working are likely to have higher job satisfaction than those who do 
not like working. Additionally, those who are usually relaxed at work are also likely to 
have higher job satisfaction that those who are not relaxed at work.  
Ultimately, this study demonstrates that the level of job satisfaction is a very 
strong predictor of resistance to change. Satisfaction is influenced by many factors in the 
workplace. It is important for management to consider this before implementing a change 
because the higher a person’s job satisfaction level is, the more open they will be to the 
change.  
Limitations 
A couple of limitations are acknowledged with this research. First, due to the size, 
location, and type of organization used for the study, it may not be generalizable beyond 
the specific population from which the sample was drawn. Second, respondents may have 
underestimated their level of resistance, producing respondent bias.  
Conclusions 
As stated above, this study found that level of job satisfaction is the most 
significant predictor of resistance to change. The results found were similar to those of 
previous studies mentioned in the literature review. According to the Coch and French 
study mentioned earlier, organizational characteristics have an effect on resistance to 
change. Seven out of the nine predictors of resistance to change are organizational 
characteristics. This suggests that an organization’s culture and climate have a substantial 
impact on the way employees react to change. It is important that organizations focus on 
this point and take into consideration what positive effects it could have on their change 
processes.  
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All in all, this study found that there are nine predictors of resistance to change, 
seven of which are organizational factors. A factor analysis organized all survey 
questions into eight components that showed the interrelationships of the variables.  
Finally, a factor score analysis demonstrated that the job satisfaction component was the 
most significant with the Manager’s Rating variable illustrating that job satisfaction is the 
primary predictor of resistance to change.  
Recommendations 
This study was conducted in a university setting; therefore the results could be 
significant for only that setting.  Administering the survey to other settings other than 
academic could be beneficial. Also, a small sample was used to collect the data. 
Administering the survey to a larger sample could possibly generate different results. 
Therefore further research is needed to refine the current questionnaire and determine if 
other factors might emerge with a new questionnaire and a larger sample.   
Because job satisfaction was found to be the only significant factor score 
correlation, the researcher specifically looked into the elements of only that variable.  
Further research could be conducted using the results found to find more specific 
predictors of job satisfaction. This could then lead to not only the development of change 
management programs, but increased job satisfaction programs also. Further research 
could also be conducted to determine if the correlation of job satisfaction are constant 
across all organizations or are specific to only academic organizations.  
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Appendix A: Consent Form 
I understand that by returning this questionnaire, I am giving informed consent as a 
participating volunteer in this study.  I understand the basic nature of the study and agree 
that any potential risks are exceedingly small. I also understand the potential benefits that 
might be realized from the successful completion of this study.  I am aware that the 
information is being sought in a specific manner so that only minimal identifiers are 
necessary and so that confidentiality is guaranteed. I realize that I have the right to refuse 
to participate and that my right to withdraw from participation at any time during the 
study will be respected with no coercion or prejudice.  
 
NOTE: Questions or concerns about the research study should be addressed to Ashlee 
Johannsen at (651) 739-1667, or Ashley Warner at (715) 309-9658, the researchers, or 
Mitch Sherman, the research advisor, at (715) 232-2658. Questions about the rights of 
research subjects can be addressed to Sue Foxwell, Human Protections Administrator, 
UW-Stout Institutional Review Board for the Protection of Human Subjects in Research, 
11 Harvey Hall, Menomonie, WI 54751, phone (715) 232-1126.  
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Appendix B: Survey 
ORGANIZATIONAL CHANGE SURVEY 
 
Demographics: 
 
Gender ____________ 
Age_______________ 
Department_____________ 
Years of employment in department_________________ 
 
The following survey items are to be answered using the number scale below which comes 
closest to your own feelings. Please circle the number in which you agree with most.  
 
1- Strongly Disagree 
2- Disagree 
3- Neither Agree nor Disagree 
4- Agree 
5- Strongly Agree 
 
1. I understand the need for the current changes in the organization.         1   2   3   4   5  
2. I am an optimistic.            1   2   3   4   5 
3. I am involved with the change process.          1   2   3   4   5 
4. My needs are considered before change is implemented.       1   2   3   4   5 
5. I have the necessary information to support the current changes in the organization.     1   2   3   4   5   
6. I am satisfied with my job.           1   2   3   4   5 
7. I sometimes feel like I will not succeed.          1   2   3   4   5 
8. Senior management is supportive of change.          1   2   3   4   5 
9. I am certain about the future.           1   2   3   4   5 
10. The current changes being implemented have clear business results in mind.   1   2   3   4   5 
11. I am an emotional person.          1   2   3   4   5 
12. The organization shares a strong sense of urgency to implement change.     1   2   3   4   5 
13. I feel like someone else might take over my job duties if change takes place.     1   2   3   4   5 
14. I enjoy going to work everyday.           1   2   3   4   5 
15. The organization’s culture emphasizes continuous improvement.        1   2   3   4   5 
16. I feel uncertain about my job when change is implemented.     1   2   3   4   5 
17. Senior management has a vision for the future.       1   2   3   4   5 
18. I am assertive in the workplace.         1   2   3   4   5 
19. Management motivates all employees to be involved in change.    1   2   3   4   5 
20. I feel suspicious about the decisions my colleagues make.     1   2   3   4   5 
21. Performance measures are effectively used in the change process.    1   2   3   4   5 
22. I am conservative.           1   2   3   4   5 
23. The change effort is connected to other major events happening in the organization.    1   2   3   4   5 
24. I do not like not knowing the future.        1   2   3   4   5 
25. The organization and the employees are committed to each other.    1   2   3   4   5 
26. I do not think that I will be able to perform well when a change takes place.   1   2   3   4   5 
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27. The organization is aware of what the customers need and want.    1   2   3   4   5 
28. The managers and employees are rewarded for taking risks.     1   2   3   4   5 
29. I am conscientious about my responsibilities.       1   2   3   4   5 
30. I am very outgoing.          1   2   3   4   5 
31. Being innovative and looking for solutions is encouraged.     1   2   3   4   5 
32. I feel anxious when I cannot do things the way I want to.     1   2   3   4   5 
33. There are effective levels of communication among the organization.    1   2   3   4   5 
34. I feel like I am a creative person.         1   2   3   4   5 
35. The organization has many levels of hierarchy.       1   2   3   4   5 
36. The organization has successfully implemented a major change in the recent past.  1   2   3   4   5 
37. Employees enjoy working in this organization.       1   2   3   4   5 
38. I like working independently.         1   2   3   4   5 
39. The level of individual responsibility in this organization is high.    1   2   3   4   5 
40. New ideas are implemented with seemingly little effort.      1   2   3   4   5 
41. Employees work effectively across departments.       1   2   3   4   5 
42. I do not trust my managers.         1   2   3   4   5 
43. There is little conflict during the decision making process.     1   2   3   4   5 
44. I do not like changing the way I do things.       1   2   3   4   5 
45. Employees take responsibility for the decisions they make.       1   2   3   4   5 
46. I am usually relaxed at work.           1   2   3   4   5 
47. Employees are willing to collaborate when it comes to making decisions.    1   2   3   4   5 
48. The organization is willing to redesign business processes for the good of the group.   1   2   3   4   5 
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Appendix C: Table 3 
Factor Score Correlations With Manger Rating Variable 
 
 
 
 
 
 
 
 
 
 
 
 
 
*Correlation is significant at the 0.05 level. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
Significance 
 
 
Manager’s Rating      
Correlation 
Manager’s Rating  1.000 - 
Factor Score 1 .206 .215 
Factor Score 2 .364* .025 
Factor Score 3 .276 .093 
Factor Score 4 .093 .578 
Factor Score 5 -.024 .885 
Factor Score 6 .030 .858 
Factor Score 7 -.260 .114 
Factor Score 8 -.066 .694 
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Appendix D: Table 4 
Significant Pearson Correlation Coefficients Between Survey Question 6 and Other 
Survey Variables 
 
**Correlation is significant at the 0.01 level. 
*Correlation is significant at the 0.05 level.  
 
 
Item 
 
Significance 
Satisfied 
Correlation 
#1. Understand Need for Change .001 .432** 
#2. Optimistic .001 .440** 
#4. Needs Considered Before Change .021 .305* 
#5. Information to Support Change .006 .362** 
#7. Feel Like Will Not Succeed .000 -.476** 
#8. Management Supportive of Change .003 .393** 
#10. Current Changes Have Clear Business Results .046 .265* 
#13. Someone Take Over Job .009 -.343** 
#14. Enjoy Going To Work .000 .738** 
#15. Culture Emphasizes Improvement .001 .440** 
#16. Uncertain About Job With Change .013 -.327* 
#19. Management Motivates Employees To Be Involved .021 .305* 
#20. Performance Measures Effectively Used .014 .323* 
#25. Organization and Employees Committed to Each Other .000 .462** 
#26. Not Perform Well With Change .000 -.551** 
#32. Anxious .037 -.277* 
#33. Effective Communication .000 .451** 
#37. Enjoy Working .000 .529** 
#40. Ideas Implemented With Little Effort .040 .273* 
#41. Work Effectively Across Departments .038 .276* 
#42. Do Not Trust Managers .000 -.498** 
#46. Relaxed at Work .000 .496** 
#47. Willing to Collaborate to Make Decisions .007 .355** 
#48. Organization Willing to Redesign Processes .016 .317* 
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Appendix E: Table 5 
Significant Pearson Correlation Coefficient Between Survey Question 14 and Other 
Variables 
 
Item 
 
Significance 
Enjoy Going to 
Work Correlation 
#1. Understand Need for Change .013 .326* 
#2. Optimistic .000 .511** 
#3. Involved With Change Process .008 .346** 
#4. Needs Being Considered Before Change .004 .376** 
#5. Information to Support Change .012 .329* 
#6. Satisfied .000 .738** 
#7. Feel Like Will Not Succeed .000 -.453** 
#8. Management Supportive of Change .011 .335* 
#15. Cultures Emphasizes Improvement .001 .427** 
#16. Uncertain About Job With Change .011 -.333* 
#19. Management Motivated Employees to Be Involved .001 .415** 
#20. Feel Suspicious About Decisions My Colleagues Make .023 -.301* 
#21. Performance Measures Effectively Used .009 .341** 
#25. Organization and Employees Committed to Each Other .007 .351** 
#26. Not Perform Well With Change .000 -.497** 
#28. Rewarded For Taking Risks .028 .291* 
# 31. Innovative is Encouraged .029 .289* 
#32. Anxious .009 -.345** 
#33. Effective Communication .001 .433** 
#34. Creative Person .001 .434** 
#37. Enjoy Working .000 .508** 
#42. Do Not Trust Managers .000 -.480** 
#46. Relaxed at Work .000 .507** 
#47. Willing to Collaborate to Make Decisions .006 .361** 
#48. Organization Willing to Redesign Processes .003 .388** 
#49. Manager’s Rating .009 .396** 
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**Correlation is significant at the 0.01 level. 
*Correlation is significant at the 0.05 level. 
 
 
 
